Introduction
In order to compete in globalized market participation of employee in decision making is more important and it is not simple task to make them involve. This can be made possible with implementing quality circle; itis a recognized, institutionalized system for productive and participative problem solving technique among the employees of an organization. Quality circles consists of small group of employees from all levels of the existing hierarchical structure within an organization, voluntarily involved in the process of identifying, analyzing and formulating solutions to various technical, manual and automation related problems encountered in daily work life of a organisation. Anorganisation with effective implementation of quality circle will lead them to succeed in competitive world.
Once a particular organization adopts the practice of quality circle as part of work life, it is the foremost duty of the organization to orient and train its employees about their multiple roles as participants, facilitators and agents for change. Since it is a collective work of the employees, the success depends largely on the organization's support, members participation and role of organisation in knowledge dissemination among members of QCs.Successful quality circle help in upholding the morale, team spirit and participative partnership of the employees of organization, a visible and real support of organization is required to continue the quality circle process. It is observed that effective and efficient output from QCs improves the overall output of the organization in terms of production, manpower and quality of work life.As the suggestions of improvement is directly proposed by the employees based on their assessment and experience of every work (Maheshwari, 1987) .The participation in decision making of quality circle members and management support play important role in success of QCs. The main purpose of this study is to gauge whether participation in decision making of QCs members is influenced by attitude of quality circle, training and length of participation because these factors have direct impact on participation of members in decision making(RajeshChaudhary 2012).This study reveals the relationship between participation in decision making, training, quality circle attitude and length of membership in quality circle.
II. Objectives
1. To assess influence of length of membership within training, quality circle attitude and participation in decision making among quality circle members in manufacturing companies 2. To measure level of influence between QCs attitude and training 3. To determine that attitude of QCs mediate between training and participation in decision making 4. To establish the relationship between training and participation in decision making.
III. Review Of Literature
This study is about participation in decision making among members of quality circle in manufacturing companies and to identify variables which influencing participation. Though there are many variables which influence participation in decision making, researcher have chosen attitudes of quality circle, training and length of membership as influencing factors. To support the study reviews related to length of membership,attitudes of quality circle, training and participation in decision makingwere arranged in order Lawler and Mohrman (1987) to succeed QCs, it should be viable and effective over the long term, group participation should be institutionalized and considered ''a way of life''. Characteristics of workteams that promote institutionalization are mandated membership, decision-making authority, management involvement and support. Griffin (1988) found that over a 3 year period, the effects of the quality circle program initially increased but then, after about 18 months, the level of effectiveness returned to its initial level. It is possible that after the novelty of the program had worn off, circle members began to lose interest in the program. Hefound that the decline in interest and enthusiasm was also evident on the part of management.
Length of Membership
Dale, B. G (2000) the length of participation in QC process is considered as a measure that indicates the longevity of the program. This measure has been widely used to identify the effectiveness of the program. This also has to do with saying that QCs program is one of management fads which precisely described it as it is developed in a vague and previously undefined area. It is also saying that its users are initially enthusiastic about the program, albeit they can quickly lose interest if it turns out not to be as successful as envisaged at the outset.
Attitude of quality circle
Tortorich(1981) also found that quality circlesimprovedemployee attitudes. In a study at Martin Marietta Aerospace, found that participationin quality circles had a marked effect on such criteria as employee attitudes towards their jobs, their supervisors, and their co-workers. Alexander (1981) , the reason that some of the quality circles described in the previous studies were not very successful may have been because one or more of the requirements of quality circles were violated. The author lists these requirements as a commitment to people building, trust, and commitment to quality, open communication, supportive management, patience, training and development, a focus on results, supportive policies and procedures, and shared responsibilities. Alack of management support was cited most often as a causefor the lack of success in quality circle programs. Atwater (1984) , in their study of quality circles in the U.S.Navy, came to a conclusion that "the way quality circles are implemented and administered is critical" if they are to have a positive effect on the employees' attitudes.
Rajesh Chaudhary(2012) this study is an attempt to focus on the impact of quality circle towards employees and organization. It reveals that significance and perception of training with good leadership qualities are the success of quality circle in any organization. This study reveals and suggests that the positive attitude will be developed. It leads to overall improvement in organizational culture as well as performance of employees.
Training
Wood R,Hull F(1983) For the successful implementation of a QC program, employees have to be interested in the program and believe that their support and participation will benefit themselves as well as the organisation and participants in the QCs must be well trained in group dynamic and problem solving methodsthat are part of the QC technology. Basu (2004) this study suggests that quality circles promote job involvement and a sense of participation. The supervisors identified problems and how to solve them according to their beliefs and understandings of the reality of the problem. They did not rely on outsiders such as educators or people from upper management. They participated in making decisions. The researcher also noted that quality circles encourage workers to become involved in making decisions that increase the quality of their work.
T R Abo-Alhol(2006)Participation in QC has some impact on workers. The training provided in QCs enable employees to develop skills and contribute in innovative ways. Generally the more training received, the higher the workers ability to solve problems. It also develops positive attitudes among employees. Shadur (1999) there is an assumption held by many scholars and managers that if employees are adequately informed about matters concerning them and are afforded the opportunity to make decisions relevant to their work, then there will be benefits for both the organisation and the individual.
Participation in Decision Making
PetrosPashiardis, (2000) in his study on teacher participation in decision making reveals thatteachers can take a greater role in the overall success of the school when they commit to being active participants in the decision-making process. Moreover, teachers need to feel they have more to offer to the school than just teaching within their classroom. Suggests that schools must understand that the entire system will benefit when teachers play an active role in controlling their work environment. Finally, everyone must be provided with as much recent research on participatory decision-making processes as possible before implementation can be achieved successfully. At the same time, specific training should also be provided.
RathnakarG. (2012) in his paper is concerned with an investigation of the existing level of Worker Participation in Management Decision making within the BHEL (Bharat Heavy Electrical Ltd.) environment. The study involved a survey in which a total of hundred non management employees drawn. Interview schedule and in-depth interview were the main research techniques adopted for data collection while percentage distribution and simple random sampling techniques were used to analyze the data collected for the study. Results show that employees in organizations demonstrate a high interest in participation in the decision making process within their respective work places.
IV.
Operational Model And Hypothesis 
V. Methodology
Sample size: 50 employees of quality circle from three manufacturing companies in chennai have been chosen as population for this study Sample technique: Respondents comprises of quality circle members in three manufacturing companies. Hence the population is 50 and from all the 50 data was collected for present study. Since all elements of population included the sampling technique is censored survey. Area of Data collection: Quality circle members in three manufacturing companies in chennai district.
Data collection:
The data is collected from both primary and secondary sources. Primary data is collected through standard questionnaire and the secondary data is collected from books, magazines, and websites etc.
Research instrument
The researcher have used three variable attitudes of quality circle, training and participation in decision making and used standard questionnaire for all the variables. 
Statistical Analysis
To test the raised hypotheses of the proposed framework the methodology of structural equation models (SEM) is used.
VI. Result And Discussion
This section will highlight and discuss about the results and finding of the study. Theintention of this study is to determine whether participation in decision making of QCs members is influenced by attitude of quality circle, training and length of membership in selected manufacturing companies. Results emerging from analysis show that there is significant relationship between all four variables. The following table and its result will reveal the relationship between selected variables.
Demographic variables
For this study data were collected from members of quality circles in manufacturing companies, initially in this data analysis 40 percent of population are male and 10 percent of members are female. 40 percent of members are in the age group of 21 to 30, 23 percent of employees are in age group of 31 to 40 and 7 percent of employee are between 41 to 50. 20 percent of employees are qualified in diploma level, 21 percent members are graduates and 19 percent of population are post graduates.38 percent of population are having experience below 5 years, 50 percent of members are having experience between 6 to 10 years, 8percent of members are having experience between 11 to 15 years and4 percent of population have experience above 20 years The table 2 give details about length of membership in quality circle program, 56 percent of population are members in circle for less than one year, 24 percent of members were in circle for 1 to 2 years and 12 percent of members were in circle for more than 2 years. The table 4 indicate about participation in decision making among members of quality circle in organisation.24 percent of members say that they have low level of participation in decision making, 62percent employee have moderate level of participation in decision making, 14 percent members have high level of participation in decision making. Length of membership is not influencing training effectiveness in determining members participation in decision making.The maximum likelihood of this relationship is 0.012 and standard error is 0.057 with critical ratio 0.216, the p-value 0.829 was found to be not significant.Hence the hypothesis H1 is rejected, length of membership doesn't play important role in training effectiveness and participation in decision making. This might be due to diminishing interest in QC activities and this is also supported by study of Griffen (1988) he also found that over a period of 3years, the effect of QC initially increased after about 18 months, the level of participation return to its initial level. To improve their level of participation in decision making management should support the QC program through disband of circle, improving effectiveness of training, attempt to increase the level of interest and enthusiasm through rewards system or modify the program by increasing members responsibility and authority participation of decision making.
Relationship does not exist between training effectiveness and quality circle attitude. The maximum likelihood estimate of this relationship is 0.189 and standard error is 0.224 with critical ratio 3.713, the p-value is 0.398 which is not significant so hypothesis H2 is rejected. Though there is no significant relationship between QCs attitude and training effectiveness. Training effective influences at 0.189 0n QCs attitude, the r 2 estimates was found to be 0.126 .It is inferred that training effectiveness influence at 13 percent on quality circle attitude and remaining percentage influenced by other factors. This study is supported by study of RajeshChaudhary and LalitYadav (2012) he reveals that there are various factors involved in developing the employees attitude towards quality circle. The organization plays a facilitator role in developing Quality circle. The transparency and integrity of the organization is very much important for the smooth functioning of quality circles. The culture has great impact on the quality circles based on employee involvement, employee empowerment, perceived organizational support & employee engagement.
Though maximum likelihood estimate relationship of QCs attitude and participation in decision making is1.285 and standard error is 0.280 with critical ratio 4.633, the p-value is 0.000 which is significant but The maximum likelihood estimate of this relationship between training effectiveness and quality circle attitude is 0.189 and standard error is 0.224 with critical ratio 3.713, the p-value is 0.398 which is not significant ,from the table value it is clear that QCs is not mediating the relationship between training effectiveness and participation in decision making so hypothesis 3 is rejected. But participation in decision making is mutually influenced by training effectiveness and quality circle attitude. This might be because,employees are interested in Quality Circle programme, merely when they believe that their participation benefits themselves and as well as organization. To facilitate they must be well trained in group dynamic and problem solving methods. Subsequently employees are benefited in terms of improved attitudes, moral, abilities, perceptive and communication. The organization also benefits in terms of improved quality and quantity productivity. A positive relationship exists between training effectiveness and participation in decision making. The maximum likelihood of this relationship is 1.043 and standard error is 0.314 with critical ratio 3.325, the p-value 0.000 was found to be significant, hence hypothesis 4 is accepted. This result is coincident with the study of Everett E A J (1991)..
VII. Conclusion
The study implies that participation in decision making among members of quality circle in manufacturing companies be improved through improving QCs attitudes and training. Though length of membership is not directly influencing participation in decision making howeverwith continuoussupport and motivation of management it could be improved. Although training and QCs attitudes of members are not mutuallyinfluencing participation in decision making but indirectly influencing decision making of members. This result shows that selected four variables have interrelated relationship with each other, still participation in decision making of members can be improved with support of management, facilitators and supervisors of quality circle. Modified training as per requirements for participation can be provided and this will improve the QCs attitudes of members, also lay concrete on success of quality circle.
